Culture is fundamental in the organizational change because it becomes a distinguishing feature or characteristic of the organization. In organizational change context, culture is important because differences of organizational culture will affect the different perceptions of employee about organizational change. Leaders need to be an example and be a pioneer in the formation of a positive culture within the organization. This article shows that transformational leadership is able to minimize cynicism about organizational change (CAOC). Transformational leadership is characterized by the ability to become role model which will be followed by all members of the organization. Members' behavior of the organization would be an organizational culture that had an impact on decreasing CAOC.
3rd ICEEBA that will later reflect the organization, both within the organization and external organizations. Culture is the impact of organizational perceptions on existing reality, showing an opportunity, response to competitors, and market control (Anderson and Anderson, 2010) . It was in line with Warrick (2017) , that stated Organizational researchers have begun to link close links between culture, performance of organizations, and behavior and attitudes of people in organizations.
Culture is a product that is formed based on the mindset, behavior, and style of the predecessors. According to Anderson and Anderson (2010) that a leader must be aware of the views and realities that exist through policy making, both informally and formally, as well as methods and ways for organizations to shape characteristics. Bommer et al. (2005) stated the role of a transformational leader is quite dominant in changing followers' cynicism during the change process. This shows that a leader who cares and always inspires followers will be able to minimize cynicism about change (CAOC).
Characteristics of an organization's culture, and groups within that culture, can influence ways of individuals behavior and team experience and make sense of organizational change initiatives and how that subsequently influences their learning (Colleen & Kline, 2008 ).
Transformational leadership style shows a style of leader who is able to embrace the aspirations of followers and is able to inspire followers who will form a work system. The work system that has been built and becomes a characteristic of the organization will become a culture that continues to be held and implemented in the organization.
The role of a transformational leader who is sustainable will be able to minimize cynicism about change (Bommer, 2005) . Haroon et al. (2018) explained that leadership in Pakistan can encourage followers to behave positively, especially in organizational changes, so CAOC will be minimized. The role of leader must be able to provide a role model for followers so that leaders can make followers optimistic and CAOC will decrease when organizational changes process.
Literature Review and Proposition Development

Organizational culture
Culture as basic for organization to get bargaining power and competitive advantage.
Definition of culture has been described by experts. Culture can be defined as beliefs, values, attitudes, behaviors, and practices that are characteristic of a group of people (Warrick, 2015 
Transformational leadership
Transformational leadership has become one of outstanding area research. Burns (1978) in Bass and Avolio (1993) 
CAOC
Cynicism concept known as negative perception. Cynicism is a general attitude involving "contempt, frustration, and distrust toward an object or multiple objects" (Andersson, 1996 , p. 1397). Besides, Wanous et al. (2000) defined cynicism about organizational change as "organizational change cynicism" (OCC), as "a pessimistic attitude towards change efforts being successful because those responsible for making change are regarded as being unmotivated, incompetent or both" (p. 133). They showed that CAOC will influence behave of employee because they incompetent or not have complete information about important change. 
Transformational leadership and CAOC
The leadership style is the first indicator of culture, because leaders can also be said to be symbols of the organization. The leader will be an example for followers and all that is conveyed will be followed by followers. Therefore, transformational leadership style can influence followers, especially in the process of change. This is consistent with
Anderson and Anderson's statement (2010) that the role of leaders must be able to be an example and can build synergistic human resources.
The dimensions of the articulation of vision and being a role model of transformational leadership behaviors are dimensions that can make can reduce CAOC. Transformational leaders who are continually shown to followers will truly understand and can push themselves to achieve the company's vision. Such action will become a system and behavior of all members of the organization that will become an organizational culture. shows the role of a leader who is able to transform CAOC into a commitment to change.
This can be done through an increase in competence and able to influence the positive affection of followers on change.
Kiefer (2005) in his article stated that the process will affect employees' negative emotional conditions. The negative emotional state of employees is not only influenced by the process of change, but the relationship is mediated by three variables, namely the conditions of work, personal status and future, and the treatment of the organization.
Employees who have negative emotions are not directly affected by the change process, but the work conditions of employees are also influential. Therefore, negative emotional conditions that arise continuously at the time of change will become a habit and can become a culture in the organization.
The process of minimizing negative emotions is important to be anticipated by leaders in the organization. The impact of negative emotions is that it will make employees withdraw from the organization and can reduce the level of trust in the organization (Kiefer, 2005) . Yuxia & Daniels (2008) The findings show that perceived quality of information, cynicism of colleagues, and predictable change-specific cynicism, which, in turn, lead to intention to resist change. Trust will be increasingly eroded because of negative emotional attitudes so that depletion of distrust between individuals in the organization indicates an organization that has a passive type of culture. Therefore, the role of the leader is needed to minimize negative emotions of followers. Transformational leaders will become role models and can motivate followers so that followers will have positive emotions and will be able to reduce CAOC.
Proposition 1: Transformational leadership will reduce employee's CAOC
TransformaƟonal Leadership
Idealized Influence InspiraƟonal MoƟvaƟon Intellectual SƟmualƟon Individual ConsideraƟon
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OrganizaƟonal Culture
Believes Values Aƫtude Behavior Anderson and Anderson (2010) argue that culture will be difficult to see, hear, and touch because culture is an intangible asset. Organizational performance can be seen based on the culture and values in the organization. Culture will manifest in all members of the organization on behavior, systems, and attitudes. Therefore, the role of culture is sufficiently fundamental which will have an impact on the organization. In general, culture 
Transformational leadership and CAOC: Support of organizational culture
Practical implication
Yuxia & Daniels (2008) cynicism refers to a negative attitude toward a specific organizational change consisting of three dimensions: a disbelief in management's stated or implied motives for the change; a feeling of pessimism and frustration about the change efforts; and tendencies. Leaders have to make clear understanding of employee about significant change in organization, without making advice and motivate them it will be difficult for organization to reach the competitive advantage.
Employee pessimism and frustration can be reduced by stimulating and sharing knowledge because they feel incompetence in facing organizational change. Employee have different characteristic, so leader have to understand about employee characteristic to make them comfort about change process.
